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Although the last census reports 19 million working
women in this country (an increase of7 million since
1940), it has not been too may years ago that employment
opportunities open to women were 1mitod to taching or to
performing household services. During the 19th century,
employMent opportunities were gradually extended to
include clerical and some professional fields, It is only
recently that women have entered ax great variety of
occupational fields and there still remain uans occupations
where women are not employed in azW significant numabar.

As compared with other employers, this Agency has
offered at least equivalent opportunities to career woman.
It has not, in camon with other employers, taken full
advantage of the womanpower resources available to it.
The Panel on Career Service for Women has viewed its task
as one of supplying anwers to the questions "What are
the career opportunities for women in the Central
Intelligence Agendya

u9manity aust learn to acept superierity not in
this group or that one, in this s or the other, but in
the person, no matter what his or her gp Memberhip,
and regardless of se." - Ashley Montoa

(Chairman of the Depart o f Anthopology at Rutgers

Director of Research for the New Jersey Cowittee
of Mental Health and Physical Development)
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I. IIERODUCTION

A. Objective

On 31 July 1953, the Director of Central Intelligence and the
Chairman of the CIA Career Service Board met with a group of wee
representative of professional wanan emplyad by the Central
IntelUgew0se Agency. This group was invited to servo as S; panel to
report on the role of women in the Agenyus Career Service Program,
In the three months since that tie, the group has studied the aur-
rent utilisation of women in the Agenr as a basis for suggesting
ansers to the question:

What are the career opportunities for women in
the Central Intelligence Agency?

The occupational groups in the Agency were divided into
"pr fessional,' "clerical," and "intermediate." The definition of
these groups was arrived at by mtual agreement of the Panel members
based on the judgmt of individuals most famiiar with speoific
positions.

The "intermediate" group was established to covr those pOL-
tions which were neither wholly professional nor primarily clarioal.
As will be observed later, this group is an important transitional
area for clerically trained persomI who are enabled because of
their interests and capabilities to advance to professional positions.

Within the broad groups of "professional" and "elerical e
categaries of specialisation have been established. "Administrative
support," for e pl, has been used to describesonl and general administrative duties. Within the more tehical

reas, eeg., statistics, data has been collected separately for thespecific area. Each of the nategories used is tmaribed in detailin the separate reports attached.

Th4 Comittee on Professional Women in the Overt Componsnts hasconcerned itself primarily with the employment of ein ts Offi
of t Deputy Director (Administration), the Deputy Director (Intelli-
guce), the Director of Training and the Assistant Director forCo~anniations. The covert elements in these offices were not con-sidered in this Camittee's report.

The Committee on Professional Women in the covert cauponents,originally established to consider the employment of women in overseasOreas, found it neoessary to extend its study to include thos" head.quarters cponents having the preponderance of overseas emplcyees.
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In the Comittee's analysis of the field situation, both clerical and
professional personnel have been considered] its analysis of the head-
quarters situation gives more emphasis to professional personnel.

The Comittee on Clerical .isployees has reported primarily on the
utilisation of women in clerical positions in headquarters but has
also found it appropriate to highlight certain problem areas in
clerical employment comon to men and women in these positions,

The Panel has considered not only whether women were being
utilised and in what areas of specialisation, but also the levels of
responsibility which they achieved. The lack of uniformity in the
Agencyas organisational structure has complicated this last point.
The grade attached to a particular position does, of course, signify
a certain degree of responsibility and difficulty, but there are vary-
ing degrees of preatire or status attached to orgenizational titles.
While recognising that they are not in faet comparable, the Panel has
of necessity assumed that such titles as Division Chief and Branch
Chief represented uniform organisational levels.

C'. Campilation of Statistics

The Personnel Office was most cooperative and helpful in develop-
ing statistical data available from central personnel records. The
decision to apply mw e flexible definitions of "professional" arid
"clerical" did, however, limit the extent to which machine methods
could be applied and a substantial part of the data compiled was
prepared manually from a variety of sources. Certain discrepancies
are a natural result. The Panel considers that the minor inaccuracies
which may exist do not distort the picture presented.

II. F3N1DIDDS

A, Statistical Fndinas

1. CA Women MlIyees Compared with CIA Men Emloyees

(NOTEs Al data as of 30 June 1953.)

a. Although the median grade for staff employees and staffagents is GS-?, the median grade for women ia S-5 as comparedwith 0S-9 for men,

b. On3V 19% of women employees, as compared with 69 ofmen employees, ooeupy grades higher than the mediah OS-7.

s. Although no woman employee is in a grade higher thanGS-34, 10% of the men employees are in grade 03,.15 and hig hr.

d, Although almost half ( ) of men employes are ingrade IS-1 and higher, only 19% of women employees are in thisupper range ,
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2. Professional Personnel - Overt CmpoInnts

(More detailed findings are contained in Tab C from which
this sumrary is taken.)

a. Woman represent 21% of approximately employees
in professional positions and are utilised to some extent in
17 of the 19 professional categories. They represent less than
21% of the professional personnel in 12 of the categoriess
however,

b. Woman represent less than 21% of the professional
employees in 9 of the components studiedq

c. In a few fields of work, women hold grades above the
OS-12 level but no woman employee holds a grade higher than
GS-14. In all but one of the occupational categories studied,
the highest grades held by women are one to four grades lower
than the highest grades held by men.

d, In the components studied, the median grade for women
in professional jobs is, on the average, three grades lower
than the median for men.

e. No women are employed in executive positions. Rela-
tively few occupy positions with line authority at the Branch
Chief level and none occupy such positions higher than Branch
Chief,6

f. Trends in employment during recent months indicate
that only a small percentage of women are being hired for
professional jobs. The median grade for women hired for
professional positions in a recent six-month period was 05-7
while that for men was GS-9.

3. Professional Personnel m Covert Components and Overseas
Fiel

(More detailed findings are reported in Tab D from which
this suaery is taken.)

a. Within the occupational categories studied, the great-
est single group of personnel is in "operations." Grade
classifications in this category range from S.5 to 03-17 for
men and from GS-5 to WS-14 for women. The number and percent-
age of women in the operations category, however, is compara-
tively small, and decreases markedly from headquarters to the
field., Women represent 25% of the totall |professio -
sonnel in operations in headquarters but only 7% of the in
the field.
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bo In the categories of eacutives support and adminis.
trative support, which show the next greatest concentrations
of strength after operations, representation of women is
proportionately even smaller.

co In the three groupings under "analysis" '(information
control, research, and reports), the total number of women
employed is greater than in avr other professional groups0
Grade ranges in this category are approximately the same for
men and for women.

d. In headqaarters, more men occupy positions at 08-11
than ar other grade, although the mode varies in different
organisational components from 0S-9 to GS-14. In the field,
the largest concentration of men is at the 05.9 level. In
both headquarters and field, however, the largest concentra,
tion'of women is at the S-5 level. (Boath professional and
clerical classifications are considered in this comparison,)

e. The prepanderance of women in the covert components
is in clerical positions with relatively few women currently
utilised in professional work. In professional fields, the
grade ratings of men are higher than those for woman.

4. Clerical Personnel

(More detailed findings are reported in Tab E from which
this summary is taken.)

a. Of approximately employees in the overt compo'
nents, are clerical employees and 86 of these are women;
31% of I in "intermediate" positions are womeng
and professional personnel are women. In the
clerical group, there seems to be not so much a question of
utilisation of woman in clerical capacities as one of the
utilisation of women in strictly clerical work compared with
"intermediate" and professional work,

(1) The majority of clerical positions may reasonably
serve as stepping stones to administrative assistant and
clerical supervisor positions. Though women represent 86%
of the clerical employee group, thay represent only 73% of
the administrative assistant-clerical supervisor group.

(2) In positions involving machine operations, vomn
represent 58% of the operator group but only 21$ of the
superviser-planner group,

(3) Comparing women in the "intermediate" group with
those in the same field of professional specialisation, it
is found that the proportion employed in professional
positions is generally lower than the proportion in profes.
sional assistant positions. Womsn in analytical work

-lv



Security Informatiou '

represent 82% of the "assistant" group but only 23% of the
professional oup. In editing and publishing, the rate
drops from 7 in the assistant group to 375 in the profes-
sional group; and in administrative support, the rate
decreases from 42% in the assistant group to 1% in the
professional group.

() In only two occupational categories, editing and
publishing and administrative support, is the lowest grade
held by sen and women the same. In all other cases the
lowest grade. held by men is one to two grades higher than
the loest held by womon.

(5) In only two fields of 1erk, library and editing
and publishing, does the top grade for women equal or exceed
the top grade held by non. In all other fields, the highest
grade held by a woman employee is one to three grades lower
than the highest grade held by men employees.

b. In the covert caoponets, employees in
clerical positions are wan; 60$t diate" pos-
tions are women; and only 1% of professional employees
are woman.

(1) In headquarters, 9% of clerical employees are
women as comared with 82% in the intermediate group. In
the field, the rates are 92% as compared with 65.

(2) A comparison of "assistant" with professional per-
sonnl in the geweral category of administrative support
shows a drop from 3% to 21% in the proportion of women in
headquarters and a drop from 25% to 1% in the field.

S. bservations

There is a variety of attitudes and subjective judgments which
enters into the final decision of an official responsible for the
selection of personnel for initial appointment or subsequent promo-
tions and reassignmants. It is reasonable to assum that one or more
of the traditional arguments against the employment of women is
likely to influence shot decisions, consciously or unconsciously.
The extent of this influence will vary, of course0

Listed below are some of the mae frequent traditional arguments
for limiting the employment and advancement qf wommn The Panel has
considered and commented upon opinions expre 7n in the Agency as well
as same generally heard outside govermnent a s.
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10 Opinions expresed by Agency officials:

a, "Women are not qualified to perform in those positions
which they do not now occupy."

Commnts Since there are some men in practically
every of position in the Ageny, this argument fros
the viewpoint of aty one individual office sem question-
able. At least it would be necessary to ascertain whether
the aspects of a specific job make a woman ill-fitted for
the position rather than the category of profession, It
is reasonable to asume that there are specific positions
requiring traits or specialised training which women are
nlikay to possess.

b, "WNmen won't travel," and "Men are necessary inDepart-
mental jobs since they must be used as repla nts for overseas
personnel.

Conmenti The Agency employs a fairly large number of
men overseas positions at the present tias. Some

woman are unable and unall 1ng to travel. This is also
true of somp me, However, if the Agency can utilise ay
perscoel who are not available for frequent travel, this
does not sewm a valid. agumenct against the employment of
women as a group,

a, "women can't work under the pr of urgenay and
special considerations inherent in much of the Agency's work."

Camnts Women eMloyed in maw Agency offices are
actua eorking under conaiderable pressures and appear no
more affected by tea than ema ar, It was rtainv
evident during te war and postear years that wn were
willing and able to work under

2, ins e ad in business and indus as well as in

aR "Women are undesirable candidates for long-range
ploymenat because they frequently interrupt or terminate heir

eMloyment for marriage or family reasons,"

Cemants Although the current trend in the general
empy picture reflects an increasing number of married

in the employed population, it is true that the
amployer cannot be sure that a woman employee will not elect
to resign upon marriage, or to devote more time to her
family, or that she will require a leave of absence to have
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i apt to be -the case. There i.2 huever, no certainty
that a man will remain permanetly or even for a stated
Wher of years. The Canittte bieves, therefore, .that

this problem can be met only by a mutual understanding or
agreemoatbetween career employseem be they men or women -
and the Agency when the initial planRing is done. The con.
cept in a career service plan of obligation to an agency as
v all as benefits from the agenay is basic to all planning
without reference to se of the individual,

b. Nomen are more emotional and less objective in their
pawoach.to probIsms than men. They are not sufficiently
gpressive.*

Cnmment These and other stateints relative to per-
sonRUW'Waits are too generalieed to be dealt with in any
detail. Undoubtedly a survey of case studies and personnel
eivaluaion reports, or a sampling of 'pindan among mW
empl'ees would have to be uwtaesan to substantiate this
opinion or its antithesis. vn then, it is doubtful if
the findings would be valid udar all conditions. Th
opinion expressed is doubtless rue as applied to un
women - and as applied to some men.

co "Men dislile working under the supervision of women and
are reluctant to accept them on an equal basis as professional
associates."

C M It is probably offensive to mai men to find
a woman occupying positions ouperior or even Squivalent to
theirs. It is also probable that man women prefer to work
for men. In part, this preference cones from a traditional
attitude toward women which will be effected only through a
slor evolution of sociological chage. Part of the attitude
mai stem from instances where a poor selection of a woman
was made and the error attributed then to the fact that she
was a woian. The Panel hopes that uch an attitude will
not be. acepted as a barrier to the utilisation of women in
ezeciative positions when they are qualified for such posi-
tioms. The selection of a man or a woman for an emecutive
positicn should include consideration of the candiete's

ia abilities and probable acceptance by subordinate
employees,

da "The econmic rsponsibilities of women are not as great
as those of men. Women should not be mplcyed in higher paing
positions and dpiive n of these opportunties. Woman should
not be employed at all when men are in need of employment."

-7.



Comets8 This -pinion is not offered as freque$3y at
presei 'it has ben in the past then, incidnalya it
had greater 'writ o It seems to have become generally
accepted that mny .On are faced with the requiremnt of
supporting themselvt."S of supporting, fully or partially,
dependent relativesg or of contributing to the support of
their own familyo .ssigment or prmotion on the basis of
an individual e perponal need is not justifiable in an
employment program: The important consideration should be
the ability of the individual to contribute to the objectives
of the eMbloetro 

In addition to the subjective judgments which color decisions,
there are surely other considerations of which the Panel cannot be
aware - detailed job requirements, variations of similarly titled
positions, implications of requirements which do not appear in wit-
ingo Mary factors susceptible to statistical investigations were
considered for study and excluded because of the difficulty and
expense of developing the data, and, in some cases, the lack of azg
comarative data from outside sources.

However, using the statistical data available and re3ying on the
observations of its individual members during their association with
the Agency, the Panel concluded that except for a few rather narrow
fields, career opportmities for women have been limited in the Agenuy
in nearly every professional area, The following paragraphs highlight
those areas in which the Panel feels the Agency could profitably offer
greater opportunities to women career employeess

10 In the professional areas, both covert and overt, it
appears that the admirdstrative support positions, the positions
pertaining to ana3ysis, and positions requiring a capacity for
liaison work offer opportunities for using and advancing wow
more than at present in the case0

20 Within the overt professional categories the Coamitteo
felt that more omphasis should be given to selecting women for
executive and executive support positions and that attention
should be given to the possibility of using wanen in some legal
positions.

3. The committee reporting on opportunities for profes
sional women in the covert positions recommended further exploi
tation of womn in the areas of operations, training, and
translation
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III. RE00MMENDATIONS

A. Career Opportunities for Women

In order to increase career opportunities for women in the Agency
It is recommanded

10 That the DCI issue a policy statement to encourage maxi
mum utilization of women in the Agency.

2, That the DDA establish a procedure for

ao The review of all formal and informal reoruitment
requests which state that male applicants are deairedv and

b Corrective action when the preference is not justi=
fodo.

3, That Agency officials be encouraged to consider more
women for positions in administrative suppwt, analysis, liaison
training legal work, operations, and translation,

4. That more opportunity be given to qaufied women to
advance into positions of excutive responsibility at all grad
levels0

5. That a Tful.-time counsellor be assigned to the Interim
Assignment Branch in the Personnel Office0

- 6. That special attention be given the clerical personnel
by the appointment of a qualified person in each major cpn
to deal with problems of clerical personnelo

I 7. That supervisers provide continuous orientation to
employees at the section or unit level, particularly for the
clerical personnel.

8o That career opportunities for cleriaal personnel be
explored and publicised and that a member of each career service-
board be designated to give special attention to career planning
far clerical persennel.

9. That supervisory training be required for all supervisors
towards improvement of management and morale in the Ageney
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B. Career Ov ortunities for Men and-Woman

The Panel recognises that the folidwing r tions affect
men as well as women, but as a result of this study the members
have been 3mpiessed with the need for action to take care of these
problems and so offer the following ccanents and suggestions for
consideration by the Career Service Boards

1, It is urged that the program already established be
publicized and enforced at watever level necessary for find-
ing qualified and deserving candidates in the Agency before
conducting outside recruitma it

2 The Panel suggests, too that publicity be given to
procedures to be followed sdhereby a ists, through traina
Ing. may enter or advance ins a professional field.

3. There is need for thorough and frequent briefings of
recruiters and a policy of caiplete frankness toward recruits
regarding probabilities in their job.

. The Panel became aware of the great need for devising
some method by which perdonnel returning to Headquarters
from overseas assignments may receive guidance for their
future careers.

C.. Further Studies

There were some studies, unavailable at this time, which the
Panel felt would be necessary, both to give a complete picture of
careers of women in this Agency and also to throw light on problem
areas which exist here. The following studies were those the Panel
considered most importants

1. Qualifications vs. grades for men and women,

2; Time-in-grade for men and women.

3. Turn-over rates within certain categories.

h. A sampling of clerical to professional advancement
within the Agency,

m0
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TAB A

CIA WOMEN EMPLOYEES COMPARED

WITH OTHER WOIIEN

EMPLOYEE POPULATIONS
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STATISTICAL FINDINGS

1. Women represent 39% of the staff emp1oye-staff agent group
in CIA as compared with a representation of 25% in the Federal empicne
group and of 30% in the total U.S. employed population (1952 data).

2. The average grade of women employed in CIA is higher thaU that
for other womep Federal employees (1947 data).. (This fact is not pare
icularly surprising since the average grade for CIA employees is higher

than for Federal agencies employing proportionately larger numbers of
clerical and other loer graded persnnel.) ,

3. Sincs the entrance rate for GS-3 is $2950 per year, it is not
particularly significant to note that a substantial proportion of CIA
women employees have salaries exceeding $3000 per year as compared with
te total U.S. population of employed women, It is pertinent to note
that the salaries of women generally as compared with the salaries of
men generally have lagged behind, even where both men ard women are per=
forming the arnie jobs.

4. The attached charts offer a sketchy picture of the employment
of women in this Agency, in the Federal Gover nent, and in various
specialized fields, The data used as a basis for these comparisons
varied in date from 1953 (for CIA) to 1947 (for te Federal Government
as a whole) i data concerning women in the civilian labor force ware
dated from 1949 to 1952. Source materials used were obtained from the
Women's Bureau, Department of Labor, and contained statistics gathered
from such sources as the Census Bureau, the Civil Service Commission,
Bureau of Labor Statistics, various professional associations, selected
state industrial reports, and agency and departmental reports. In addi-
tion, occupational material on women was collected by a search of the
United States Government Manual, the Official Register of the United
States, the Federal Statistical Directory, and the Register of the
Departmerr of State.

Security Information
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iomen in Selected Fields with Incomes Exceeding -
i000* Women With Income in Excess of 02500*

(Based on Total Females in Each Field) -

65- 6
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55-
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35-- 3
3 10- -
25-

20

15 --
10---

a® c 2500-3000 3000-3500 3500-Over

Teachers' Salaries Include Males * Figures for CIA based on total Agency
a .9 of all' elementary teachers are female employment

-,66 of all secondary teachers are female Figures for Women in National Labor Force
Statistics Used: CIA as of 30 June 1953 based on total of those with incomes.(1950)

Others based on 1950
5 CIA -2- CIA

-g Otfier iAields - SR7 Women in Labor Force
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Average Grade by Age Group of Women in CIA and Federal Govermlent;*

Grade

15

13
12

n

10

9
8

7

6

2 -~
3. 0 * -t

er' 2O-24 2529 30-34 35-39 40-4L4 h 5-9 50a5 55-59 6Gh 669 a-
AGE G R O U P S

S Federal Government

& CIA

* Federal Governenert figures as of 30 June 1947
CIA figures as of 30 June 1953
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INDUSTRY Female % of % Females in 1 Officers
Total Employment Higher Positions

Dept. Stores 68% 50% 14%

Insurance 64% 20% 2%

Banking 46% 15% 1%

Marufacturing 45% 14% 4%

c.I.A. 39% 22% 5%

Used Grades 9 thru 11 as CIA "Higher Positions"

2/ Considering Grades 12 thru 18 as Jfficers (CIA)

Area Survey used ,erein was conducted in the Chicago area,
the Boston=Hartford area9 and the Philadelphia. (1949)

-6-
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TAB B3

CIA WOMEN EMPLOYEES COMPARED

WITH CIA MEN EMPLOYEES
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CENTRAL INTELLIGENCE AGENCY

DISTRIBUTION OF MALE AND FEMALE
GENERAL SCHEDULE (OS) STAFF EMPLOYEES

BY GRADE AND PERCENT
AB of 30 Juno 1953

GRADE NUMBER PERCENT

Total Male Female Total Male Female
TOTAL 100.0 60.8 39;2

03-18 0.2 0.2 0
03-17 0.2 0.2 0
GS-16 0.5 0,5 0
- S-5 2,3 2.3 0
0S-14 4.3 4.2 0.1
GS-13 6.8 6.5 0.3
OS-12 7.4 6.6 0.8
GS-11 10.7 8.9 1.8
GS-10 0.6 0.6 a/
GS-9 15.2 11.0 .2
GS-8 1.2 1.0 0.2
08-7 .17.7 11.1 6.6
CS-6 4.6 1.8 2.8
08-5 14.7 3.5 11.2
GS-4 10.6 1.8 8.8
GS-3 2.9 0.5 2.4
GS-2 0.1 g/ a

3/ Loss than 0.1

... E-RET~



CENTRAL INTELLIGENCE AGENCY SWRET
COMPARISON OF AVERAGE GRADE Security Information

BY AGE GROUP
Average MALE AND FE4ALE GENERAL SCHEDULE (GS) PERSONNEL Average

Grade 31 Dec. 1952 and 30 June 1953 Grade

18 18

17 - -1-17
31 Dec. 1952

16 ---- 30 June 1953 . 16

15 i515

13 - 3

12 - 12

11 - - 11

10 - -10

8 I

61
65 -' 6

5 5

3 3

2

1_ _ _ 1
Under 70 and

20 20-24 25-29 30-34 35-39 40-44 45-49 50-54 55-59 60-64 65-69 Over
Age Groups

...SBE T -2-



CENTRAL INTELLIGB2NCE AGENCY
Security Information

COMPARISON OF AVERAGE GRADE BY AGE GROUPS OF MALE AND FEMALE
Average GENERAL SCHEDULE (GS) STAFF EMPLOYEES AND STAFF AGENTS Average

Grade As of 30 June 1953 Grade

18 I I18

17 - - 17
--- Male

16 Female 16

15 15J

13 -- --- 13

12 12

i1

10 -10

9 ~ 9

6 -

5 5

3 3

2 2

U2er 20-24 25-29 30-34 35-39 40-44 45-49 50-54 55-59 60-64 65-69 70 and
Age Groups
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TAB C

REP RT (F THE COMMTTEE ON PROFESSIONAL WREN

IN THE COERT CMPONEW CF CIA

1

4i9n.mwm


